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ABSTRACT 
 
Board games as an educational tool in the development of employees are an underutilised instrument. It is one of 
many interventions used in employee development, but its effectiveness has not been widely studied by academia. 
Company executives often have preconceived ideas about this form of education but need to consider including 
board game learning (BGL) into employee development as it creates a big business picture in a practical, 
interactive way. 
This qualitative study explored the opinions of employees after a board game was introduced into their 
curriculum. Two group interviews were conducted and the content of this transcribed data was subjected to 
deductive content analysis. The results indicated definite success as the employees were both entertained and 
educated. This educational tool has proven its success in employee development, a serious consideration for 
company executives.  
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INTRODUCTION 
 
The true value and impact of board games designed for employee development is unrecognised. This is partly 
related to a pervasive lack of knowledge about how people learn. Many business executives have the view that 
games of any kind are inappropriate for employee learning, simply because they do not understand the power of 
play and entertainment in education. Game playing has a positive impact on brain activity, stimulating retention 
and engaging players towards more effective cognition than instruction that is more traditional. Because games 
are goal orientated, they often increase motivation and provide trial and error opportunities to help learners 
develop problem solving and critical thinking skills. The positive attributes of games and their learning 
effectiveness suggest that they should be included more often in efforts to teach curriculum content (Sardone and 
Devlin-Scherer 2016: 215). 
 
Board game learning (BGL) falls under the umbrella of game based learning (GBL), and is underpinned by the 
basic principles of social learning theory (SLT), which states that people learn by observing others. The concept 
of SLT is that social learning can be applied to almost any social programme that aims to influence behaviour, 
particularly those behaviours that are complex or involve interaction with other people (Smith and Berge 2009; 
Kapp 2017; Herro and Clark 2016). 
 
 
 
The true value and impact of board games designed for employee development is mostly unrecognised, and this 
field of research has been neglected by academia. This paper presents the opinions of employee board game 
players with the aim of exploring the effect of board games as an educational tool on employee development in 
the retail industry. The objectives of the study were (1) to incorporate a board game into an employee development 
curriculum, (2) to explore the participants’ experience of playing this board game, and (3) to discuss the 
participants’ perceptions of the usefulness of this board game activity. 
This introduction provides a general background to the research topic and is followed by a literature review related 
to the employees’ training techniques with special reference to board game learning (BGL). The research 
methodology is explained using two group interviews with a qualitative deductive content analysis. The paper 
continues with the presentation of results and a discussion of them, and ends with managerial implications and a 
conclusion. 
 
As this study was conducted in a corporate environment with particular reference to employee development, it 
includes concepts of corporate training, employee training and job training within the concept of employee 
development. 
 
LITERATURE REVIEW 
 
Employee Development 
 
Modern international research shows that the knowledge and skills of university graduates are insufficient for 
them to work successfully within a company, regardless of when they graduate. The changes, growth and 
complexity of the workplace require that graduates improve their qualifications at the workplace. This investment 
in the training of staff contributes to achieving leading market positions, thus ensuring maximum self-fulfilment 
and payoff in terms of career development (Masalimova et al 2016). Kum et al (2014: 72) agree and state that 
employees need to continuously learn new skills and that the main purpose of employee development is to give 
employees the knowledge and skills they need to perform effectively in their field of expertise. 
 
Kum et al (2014: 74) opine that employee development is something that conjures images of intrusive all-day 
training sessions. This image is exactly the opposite of how employee development should be implemented and 
experienced by the employees. Employee development can manifest itself in many forms of training, evaluation, 
educational programmes and feedback.  
 
Below is a table with brief descriptions of the various educational tools used for employee development, together 
with their respective advantages and disadvantages. 
 
Table 1. Educational tools used in employee development  
Method Brief description Advantage Disadvantage 
Modular 
learning 
Independent and complete 
topical fragments of training 
directed toward achieving 
specific objectives or 
determining and developing 
the skills required for 
specific purposes or results. 
Active participation of the 
trainees; possibility of 
changing the sequence of 
modules depending on the 
trainees’ requirements. 
Modules depend on each 
other and may have a 
mandatory sequence. 
 
 
Case study Involves an up-close, in-
depth examination of a 
subject and its related 
contextual conditions; is 
conducted through practical 
activity, discussions, and 
group or individual 
solutions, reinforcing 
knowledge and skills for 
further use in practice.  
High level of participation; 
control and assessment of 
knowledge acquired; 
urgency of issues 
considered; linking 
learning to practice. 
Time can be wasted when 
discussion is not organised 
properly; the result depends 
on necessary knowledge 
and experience and on the 
direction and control of a 
trainee; training 
requirements for trainers 
should be met. 
Training session 
 
Ensures intensive and 
interactive instruction that 
encourages trainees to 
communicate and share 
professional experience and 
skills of practical value, 
saving time and resources. 
Opportunity to develop 
and reinforce the necessary 
skills and to change 
trainees’ attitudes to their 
own experience and 
approaches. 
Difficulties in analysing 
one’s own behaviour; post-
training classes are needed 
to reinforce and strengthen 
training effects.  
Business game 
 
 
 
 
 
 
 
 
 
 
 
 
 
Training based on themes 
and situations that simulate 
real professional activities 
and demonstrate the 
eventual solution made and 
actions of participants.   
Connection with 
professional activity; 
prediction of the eventual 
results; comprehensive 
coverage; training through 
simulation of real 
situations ; helps to reduce 
operating cycles; 
opportunity to generate 
and enrich knowledge 
through creative and 
emotional interaction with 
partners. 
Requires specific rules and 
introductory information 
which determines the 
sequence and content of the 
game; printing of the most 
frequent models of real 
situations required; needs 
constant updating.  
Metaphoric 
game  
Creative immersion in 
situations involving changed 
stereotypes and directed 
toward generation of new 
activities and shift of 
attitude; accompanied by 
introduction of a ‘support 
team’ with the aim of 
studying competitors; 
development of optimal 
strategies to expose effective 
models of behaviour that can 
be transferred into specific 
situations. 
 
Develops the trainee’s 
creativity; attractive for 
application with all 
categories of trainee; 
participants are free to 
address the specified 
situations and offer 
solutions. 
Requires metaphorical 
proficiency of participants, 
i.e. knowledge of legends, 
parables, and so forth. 
Role play Active training in 
interpersonal interaction 
through typical simulated 
work situations involving 
the roles of various leaders 
and subordinates; considered 
as preparation for 
management jobs. 
Provides instruction in 
habits of interpersonal 
communication; makes it 
possible to understand the 
motives behind the 
behaviour of particular 
employees; makes it 
possible to see errors. 
Requires combination of 
various types of training; 
requires appropriate 
qualification of the trainer 
(instructor). 
Brainstorming  Involves collection of 
various ideas and recording 
them in written form; 
effectiveness depends on 
participation level of leaders 
Does not require 
preparation; does not 
require development of 
ideas; can help overcome 
psychological stress or 
Is not suitable for solving 
complex problems; does not 
have criteria to evaluate the 
strength of solutions; 
difficulty in determining the 
 
 
who act as hosts, their 
familiarity with  relevant 
purposes and objectives, and 
whether they can manage the 
process of generating new 
ideas. 
barriers; contributes to 
constructive criticism. 
best ideas; difficulties in 
management. 
Project  Predicts the combination of 
the individual’s independent 
work and collaboration with 
groups, in a team; involves 
work with diverse 
information sources, uses 
and research methods, which 
make it possible to expose 
alternative points of view. 
Makes it possible to form 
one’s point of view and to 
generalise from the 
material; contributes to 
forming a corporate and 
research culture. 
Requires scientific 
management; requires high 
levels of multi-professional 
competencies for 
developing projects in the 
team. 
Behavioural  
simulation 
Involves training in concrete 
skills and attitudes for 
performing professional 
activities via simulated and 
proposed behavioural 
models; requires trainees’ 
confidence and willingness 
to follow the model, which 
can be ensured by the 
transparency of the desired 
result. 
Contributes to developing 
interpersonal 
communication skills; 
takes into account a 
person’s individual 
features; is flexible in 
respect of time. 
Requires confidence and 
willingness of trainees to 
follow the model of the 
behaviour proposed; 
requires transparency of 
desired results; dependence 
of this method on the level 
of a trainee’s motivation. 
Mentoring  Professional training of 
young trainees and their 
adaptation to a company, 
which implies sharing 
experiences with highly 
qualified trainers and being 
informed about peculiarities 
of work in the company as 
well as corporate values; 
training is carried out in the 
workplace during working 
hours, which helps to reduce 
the adaptation and 
implementation period. 
On-the-job training; 
contributes to adaptation of 
young specialists; ensures 
success in developing 
corporate culture in the 
personnel; ensures 
professional growth of 
colleagues. 
Requires personal qualities 
and competencies, including 
experience in training, that 
meet company requirements 
and help the trainer to 
conduct the activity. 
Story telling 
 
Telling stories on the lives 
of peers and colleagues to 
present information about 
the traditions, philosophy 
and corporate culture of the 
company; includes study of 
necessary local regulations.  
Facilitates new employees’ 
adaptation and promotes 
their loyalty to the 
company. 
Requires a high level of 
qualification and knowledge 
of the history, current 
situation and prospects of 
the organization; requires 
skills developed within the 
short period allocated to 
orientate colleagues. 
Training 
(learning) 
through 
participation 
Corporate management 
seeks to resolve emerging 
organizational challenges 
through employee 
participation and 
involvement; develops the 
structure and dynamics of 
change without removing 
employees from their jobs; 
combines regular situation 
analysis, setting of new 
Development of decision 
making skills; 
development planning, 
plan fulfilment and goal 
setting skills; opportunity 
to solve business 
problems; close connection 
with professional activity. 
Requires peers and 
colleagues (assistants) 
capable of solving complex 
real-life problems to 
overcome the gaps, 
imaginary or real, in the 
company. 
 
 
goals, and thinking through 
of steps to achieve them. 
Training in 
work teams 
Workgroups, or teams, 
consisting of specialists of 
different levels are formed to 
solve specific problems in 
certain time intervals, 
developing the algorithm of 
tasks set, and determining 
the length of time needed to 
solve them; team proposals 
are considered by the 
company management and 
can be either accepted or 
rejected. 
Different trainee groups 
enrolled regardless of their 
level of qualification; 
development of self-
determination and 
independence of 
employees, including 
decision-making skills and 
increased motivation. 
Requires that the group has 
been previously informed 
and trained on methodology 
and analytical methods of 
problem solving. 
In basket Training to identify and train 
management talent and 
skills, offered to senior 
executives and managers, 
and based on imitation of 
typical work situations 
whereby the trainee is given 
a list of items (a number of 
mails, telephone calls, 
documents and memos, 
planned and unplanned 
meetings, etc) which must 
be addressed within a certain 
period; he/she is asked to 
prioritise the items and 
explain his/her reasons to the 
panel, concerning what is 
important and what is 
urgent; a number of 
problems are kept in the ‘in 
basket’ to be looked at and 
solved and transferred to the 
‘out basket’.  
Develops the capability to 
analyse and select the 
more important factors; 
high level of motivation; 
involvement in the process 
of problem solving; 
unbiased assessment of 
participants. 
Requires preliminary 
training on how to work 
with documents and 
objective self -assessment 
of one’s own abilities to 
analyse, understand the 
system, and select the most 
significant factors in 
considering problems 
according to their urgency, 
and determining ways and 
methods to solve them 
successfully. 
Rotation  Independent and 
autonomous training through 
rotational programmes (in 
different parts of a company) 
or specific, structured 
training programmes, which 
offer the trainee/employee 
new skills and perspectives 
on various areas of 
organization and new social 
contacts that contribute to 
positive motivation and 
counteract boredom and 
monotony; a polyvalent 
qualification. 
Contributes to developing 
new poly-professional 
competencies; provides 
motivation; counteracts the 
stress caused by 
monotonous work; 
encourages the best 
application of knowledge, 
abilities and interests; 
opens new opportunities, 
expands contacts, and 
teaches necessary skills, 
which can help the 
employee to advance 
within a company. 
Requires the creation of 
conditions for free 
systematic movement of 
employees from one job to 
another within the structure 
of the organization, which 
may prevent them from 
using previously acquired 
skills; possible 
discrepancies between 
desired and proposed jobs 
or positions in the 
organization. 
Secondment Similar to rotation, but 
difference is that a ‘job 
swap’ may take place not 
only in another division of 
the same company, but also 
in an external organization 
and in a different sphere, 
Develops poly-
professional competencies; 
contributes to the trainee’s 
personality development; 
improves interpersonal 
communication skills. 
Requires creation of 
conditions for free 
systematic movement of 
employees from one job to 
another; may prevent them 
from using previously 
acquired skills; risk of 
 
 
before returning to a 
previous position. 
possible discrepancies 
between desired and 
proposed jobs or positions 
in the organization. 
Buddying A technique to help already 
capable staff to learn how to 
apply their skills more 
quickly and to reduce 
floundering at work when a 
new hire starts; entails equal 
partnership of the trainee 
and a guide, in contrast to 
tutoring; supposed to ensure 
positive and constructive 
criticism when undertaking 
new responsibilities or 
developing new skills 
through accomplishing a 
task and new current 
responsibilities. 
Opportunity to have a 
detached observer’s point 
of view and see 
disadvantages; equal rights 
to the participants; 
opportunity for the trainee 
to outline their 
advancement within the 
company. 
Requires that feedback and 
information are objective; 
constant control by, or on 
behalf of, the HR 
department. 
Shadowing Opportunity for the trainee 
to become immersed for a 
certain period in the role of 
an executive and gain a 
better idea of the job, 
including information on its 
special features and requisite 
knowledge; can be effective 
in re-training. 
Contributes to rapid 
adaptation of a trainee; 
allows immersion in the 
real professional activity. 
Requires desire and 
willingness of senior 
executives and managers to 
share their experience; 
requires necessary 
conditions to be created for 
trainees to objectively 
evaluate and assess their 
abilities. 
On-line training  Cost effective; updated 
with ease; offers various 
forms of questions and 
quizzes; interactive as 
trainees can share ideas on 
forums. 
Retention does not last 
long; this type of training 
can be a problem for 
employees who are not 
internet savvy.  
 
Source: Adapted from Masalimova et al (2016), Treher (2011), Kum et al (2014), Dorjkhuu (2013) 
 
This table is by no means exhaustive. Board games are also an educational tool for employees, but this has been 
purposely omitted from the table as it will be discussed in depth next. 
 
BOARD GAMES AS AN EDUCATIONAL TOOL 
 
Board games 
 
Games and simulations have been used since the 1600s to allow learners to apply their knowledge, skills and 
strategies and learn from the consequences in a safe environment (Gredler, 2004: 571). The aim of these 
interventions is to improve the learners’ decision making skills and the effectiveness of their decisions (Poonnawat 
et al 2015: 439). In addition, games motivate learners to get involved in learning activities, as games offer a safe 
learning environment and draw learners together in a comfortable competitive situation (Kirkland et al, 2008: 2). 
Observing peer learning and surrounding oneself with other people when learning adds another level of meaning 
and context to the learning (Fujimoto et al 2015: 204). Business simulations are used as an educational platform 
 
 
to simulate each business activity in the business process that requires someone to manage the activity and make 
a decision (Poonnawat et al 2015: 440). Simulations are designed to provide a realistic opportunity to experience 
potential situations and decisions that learners may face in the workplace (Weidman & Coombs 2016: 15).  
 
Board games, as an educational tool, lend themselves to many research predicaments. There seems to be 
uncertainty in the literature on the correct terminology to use for this form of education. Research on this topic 
has mainly focused on a junior level curriculum (Sardone & Devlin-Scherer 2016; Hainey et al 2016; Treher 
2011). The broader term ‘game based learning’ (GBL) can also be a misnomer, as this can cover board games, 
card games, mobile games and video games, which can all be used in education (Kapp 2017; Herro & Clark 2016). 
Some researchers tend to speak only of ‘game learning’, which may not cover board games (Sardone & Devlin-
Scherer 2016), whilst others use ‘simulation games’, which refers mainly to video games (Raybourn 2014).  
 
The researchers of this study found these terms misleading and therefore preferred the term ‘board game learning’ 
(BGL), as this is more precise. However, the typical board game used for family entertainment, such as Monopoly 
and Risk, should also not be confused with tailor-made industry specific board games used as an education tool 
with specific curriculum outcomes. Sardone and Devlin-Scherer (2016: 215) are of the opinion that board games 
are making a comeback and state that the sales of board games are rising for various companies; for example, in 
2013, Hasbro, which sells 60 different board games, reported an increase in sales of over 20% (Hasbro 2013). 
Cafés, taverns and bookstores provide space to welcome gamers. Games 4 Brains (www.games4brains.co.za) is 
another board game company that promotes kids and adult entertainment via board games, while Business Today 
(wwwbusinesstodaysimulations.com) specialises in customised employee development interventions with over 
170 board games. Celemi is another company that uses board games as an educational tool and goes as far as 
calling this form of training ‘experiential learning’. Celemi is of the opinion that when employees need to 
understand new concepts, change behaviour and improve performance, they should learn by doing and not by 
manuals and slide shows (http://celemi.com). 
 
Board games as learning tools provide hands-on learning and knowledge development for learners in a non-
threatening, playful environment. The board in the game provides a visual metaphor to help connect the 
information and facilitates the flow of game process, discussions and problem solving (Treher 2011: 3). Treher 
continues by stating that not only do well-designed board games create an engaging atmosphere, but BGL also 
provides a competitive environment in which learners can focus on content and reinforce and apply learning. The 
vehicles of learning in BGL are the game elements, discussion with team members, problem solving and 
situational analysis. Effective BGL organises information in a conceptual framework to makes it concrete. It 
provides workplace similarities and descriptions to link new information. When a board game is played in teams, 
the team members learn together, and no one feels singled out for not knowing an answer. Interaction in teams 
can also help participants to verify their understanding and learning. BGL can also transform abstract business 
concepts into concrete ones, and it is also an excellent tool to accommodate different learning styles. BGL requires 
critical thinking, and team-based board game participants work face to face to answer questions or solve problems. 
The paper money that is often used in these board games is an example of how understanding works. All the 
players have used money to purchase goods that are needed, yet that experience of using money does not 
necessarily translate into understanding how to grow, protect, or use money wisely (Treher 2011: 2–4). 
 
This study focuses on a bespoke board game designed to upskill employees in the retail industry. A brief 
description of this specific game follows in the methodology section.  
 
 
 
Social Learning Theory 
 
 
 
BGL as an educational tool is underpinned by social learning theory (SLT). The seminal SLT research was done 
in 1977 by Albert Bandura, who stated that SLT is based on the idea that we learn from our interactions with 
others in a social context (Smith & Berge 2009). Thus employees can also learn new behaviours by observing 
others. According to SLT, people learn by observing what others do, consider the apparent consequences 
experienced by those people, rehearse what might happen in their own lives if they followed the other people’s 
behaviour, take action by trying the behaviours themselves, compare their experiences with what happened to the 
other people, and confirm their belief in the new behaviour. SLT is especially useful when a particular behaviour 
is difficult to describe but can be explained through demonstration and modelling (Smith & Berge 2009; Bandura 
1977).  
 
RESEARCH METHODOLOGY AND DESIGN 
 
Description of a business board game 
 
A brief description of the board game introduced into the curriculum of retail employees follows next.  
 
The target population for this study’s BGL was retail store employees at various management and experience 
levels – individuals with prior knowledge of the retail industry. This business simulation game is designed as a 
board game and can be played with 4 to 6 teams of 3 to 4 members each. Each team uses workbooks, a simulation 
board with various markers that represent the money (cash and debtors), non-current assets, liabilities (loans and 
creditors), staff and stock in the business.  
 
The board game starts with each team having a running retail concern with six retail outlets already in operation. 
All the teams start off at the same financial and market share position. The teams decide on a name for their 
enterprise and allocate various business roles to the team members in terms of marketing, operations, finance, 
human resources and general management. The business and decision making processes of the game that need to 
be adhered to in each step are explained to the teams by a qualified facilitator. This facilitator also acts as the 
supplier of market research, stock and banking services. Teams have to negotiate with the facilitator in the same 
manner as in a real life situation. Parameters are set for the facilitator to allow for fair negotiations.  
 
During the first cycle – round one – the teams are required to make market related decisions, which are then 
entered into a computer model that divides the available market share between the teams. This is calculated on 
the basis of comparing the teams’ product sales, stock levels, customer service levels, and promotion spend.  
 
In round two, still of cycle one, the teams must clear remaining stock and pay off their expenses. Once this is 
achieved, the teams must compile financial statements and produce a performance analysis, calculating the key 
performance indicators (KPIs) of their retail enterprise. The results are compared on a group basis. The facilitator 
guides the groups in understanding each of the KPIs and discovering which decisions resulted in good 
performance and which decisions had a negative impact.  
 
In round three the facilitator guides the learning of real business finance in the game by taking published financials 
of a retail organization and assisting the students in interpreting the key numbers on these statements.  
The second cycle starts and the teams follow the same business process as in the first cycle. This allows the teams 
to adjust their decision making based on what was learned during the first cycle. The financial results of the teams 
 
 
are again compared. The facilitator guides the teams in reflecting on and discovering the impact of their decisions. 
The business simulation ends and the teams’ performances are ranked to determine the final results of the group. 
 
In order to explore the effect of BGL in employee education, the opinions of employee learners who participated 
in a simulation board game were appraised. Petzer et al (2011: 32) state that exploratory research is usually linked 
to qualitative research. This article’s qualitative research design made use of two group interviews after the board 
game intervention, which were analysed by using content analysis. Content analysis is described as a method to 
classify written or oral materials into identified categories of similar meaning. Elo et al (2014) state that qualitative 
content analysis is commonly used for analysing qualitative data and is one of several qualitative methods 
available for analysing data and interpreting its meaning. As a research method, qualitative content analysis 
represents a systematic and objective means of describing and quantifying phenomena. In qualitative content 
analysis the abstraction process is the stage during which concepts are created. From a validity point of view, it is 
important to report how the results were created, and the reader should be able to clearly follow the analysis and 
resulting conclusion.  
 
Elo et al (2014) continue and state that qualitative content analysis can be used in either an inductive or a deductive 
way. Both approaches involve three phases, namely preparation, organization, and reporting of results. Cho and 
Lee (2014) state that the major difference between the two approaches is in how initial codes or categories are 
developed. An inductive approach is used when prior knowledge regarding the phenomenon under research is 
limited and themes are directly drawn from the data, whereas a deductive approach starts with preconceived codes 
or categories derived from theory, research or literature. The deductive approach is appropriate when the objective 
of the study is to test an existing theory or re-test data in a new context. This study made use of deductive content 
analysis as the categories were not formed from the data but prior to the research, to be aligned with the aim and 
objectives of this study; and the method described by Elo et al (2014:3) was used. 
 
Preparation phase: During this phase the researcher must consider the data collection method, the sampling 
strategy, and the unit of analysis to be selected. For the purpose of this study, the researcher wanted to explore 
opinions about board games as an educational tool. The group interview participants were randomly selected from 
a list of employees that had successfully completed the board game. There were 10 participants in each group 
interview. The units of analysis were the recorded and transcribed interviews.  
 
Organizational phase. During this phase the researcher must consider categorization and abstraction, interpretation 
and representativeness. This phase involves the categorization matrix development whereby the data is reviewed 
for content and coded for correspondence to categories. For the purpose of this study, the researchers acted as the 
interviewers and led the group interviews according to a predetermined topic list related to the aim and objectives 
of the study. For this study, the following categories were created for the group interviews. 
 
a) What is your confidence level now about business decision making? 
b) What specific expectations were met? 
c) What in your opinion were the simulation game benefits? 
d) Do you think that the simulation game will make you more confident in your work environment? 
 
Reporting phase. During this phase the researcher must consider reporting results and reporting the analysis 
process. The data from the transcribed meetings was then analysed using the qualitative deductive content analysis 
and the predetermined category method. 
RESULTS AND DISCUSSION 
 
 
 
Overall the participants’ experience of the board game was positive. The referencing system for the two group 
interviews with direct quotations will be: Group (1) and Group (2).  
 
The respondents agreed that their business decision making confidence had increased. The majority had limited 
or no confidence but after the board game the participants felt there was an increase in their confidence levels: 
Group (1) “Much better”; Group (2) “Much more than before the game, it taught me a lot”. This finding ties in 
with the research done by Sardone and Devlin-Scherer (2016: 221) whereby board games promote creativity, 
concentration and confidence; and this correlates with testimony on Business Today’s website stating that the 
board game simulation had added tremendous value in terms of the development of business acumen, operational 
skills and strategic thinking skills (http://www.businesstodaysimulations.com/references-2/). 
 
The respondents in this study expected that the board game would teach them more about the retail business 
environment. Overall the respondents got more from the board game than expected: Group (1) “Doing it 
practically gave me the bigger picture”; Group (2) “I now understand finance and how to run a business better”. 
This finding confirms the research done by Treher (2011: 6), who states that board games are able to demonstrate 
a greater understanding of the business. This finding is also corroborated by a Celemi client’s testimony: “I can 
now see the bigger picture” (http://celemi.com/casestudy/honeywell-business-skills-for-new-leaders/). 
 
All the respondents felt that including the board game in their curriculum benefited them greatly: Group (1) “I 
now see that all the stakeholders are important”; Group (2) “To me it was understanding the business processes”. 
This finding ties in with the research done by Sardone and Devlin-Scherer (2016: 215), which states that games 
should be included more often to teach curriculum content because of their positive attributes and learning 
effectiveness. All the respondents unanimously agreed that the simulation board game would make them more 
confident in the workplace: Group (1) “Yes”; Group (2) “Yes”. 
 
In summary, the finding from the participants’ feedback was overwhelmingly positive. Doing part of a curriculum 
practically or by experiencing the workplace in the form of a board game is an entertaining and fun method of 
teaching employees. The BGL method increased the overall confidence level of employees in this study, as well 
as their confidence in making business decisions. The employees also felt that their expectations from playing a 
board game were exceeded, as they could see the bigger picture of the business they were employed in and not 
only that of their specific discipline, as is the case with subject specific lectures. 
 
MANAGERIAL IMPLICATIONS 
 
Managers and company executives often see employee development in terms of ‘days off work’. This may also 
be seen as a financial grudge. Evidence of the effectiveness of board games in the development of employees 
makes their inclusion in employee development very necessary. This educational tool provides a practical, bigger 
picture of the business and not only specific subject knowledge. With the time the employees spend away from 
the office, much can be learned that is of value to their work. Managers should plan ahead and when a skill 
shortage is identified in terms of a curriculum, board game learning should be considered. Managers must also be 
able to accommodate all kinds of employees in their arsenal and board game learning is an effective way to bring 
people of various academic backgrounds together. This is a fun a social learning environment and may eliminate 
any feelings of inadequacies from employees. Managers must allow employees to see the company in a holistic 
view. 
LIMITATIONS 
 
 
 
This study was conducted in only one industry sector, namely retail, and took place in Johannesburg, South Africa.  
 
CONCLUSION 
 
Many articles are written on GBL and simulation games and their impact on learners. However, research on using 
BGL for employee development is scarce. This article provides exploratory insight into the effectiveness of this 
form of educational tool. Evidence from the results indicates that the introduction of a board game in the 
curriculum of the participating retail employees was a resounding success. Companies may want to investigate 
further this form of entertainment in education.  
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